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CHAPTER I
INTRODUCTION

Statement of the Problem

First year teachers enter the field of education with high hopes.
Most beginning teachers start out with confidence and enthusiasm.

Some think that their love for children will carry them through the
difficulties as they arise, but it does not take long for the new

teacher to see things in a different light.
There is no other profession that demands so much of the

beginners as does teaching (Myers, 1981 p. 70). The beginner must
organize and prepare lessons, get to
adapt to a new role - that of an adult.

know staff and students and

This is a difficult transition to

make, especially if you are teaching high school students and you

find yourself only a few years older than the students.

There are several problems that the beginning teacher
experiences.

Some of them include classroom discipline, motivating

students, dealing with parents, daily planning, evaluation,
insufficient materials, dealing with students’ personal problems and

students’ individual differences

(Veenman, 1984).

We as educators,

need to be more concerned with these beginning teachers and their

entry-year experience.

They need to be nurtured in the field of

education.
Education is an isolating profession.
classroom, curriculum, books, students,

on them.

We give the teacher a

and proceed to close the door

Some beginning teachers have difficulty asking for help.
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They feel it is a sign of incompetence or weakness, instead of
reassurance and assistance.
During the 1980’s many states passed legislation to place

mentor programs into school districts.

An entry-year program was

established in Ohio and put into effect on July 1, 1987.
program is set up by each district.

This mentor

It can be as simple as assigning a

“support” person or mentor and in some districts include peer

These programs are set up to help assist the first year

review.

teacher.
The first year teacher has to deal with so many pressures right

from the start.

Even though the entry-year teacher has experienced

many hours in the classroom.

It may be the first time he/she is

totally in control of all classroom activities.

only thing that is close to actual teaching.

Student

teaching is the

Usually that entails ten

days when the student teacher is teaching all subject areas.

However, not all cooperating teachers give the student teacher full
reign.

The student teacher may be teaching, but he/she is not

always expected to do the daily duties such as:

recess duty, lunch

line duty, morning activities or completing paperwork.
During this solo experience, it is still someone else’s classroom
with someone else’s rules.

When a first year teacher starts the year

there is a feeling of isolation. No one is in the room to share the
experience, to ask questions, or to provide support of any kind.

For the first year teacher, it is like learning to ride a bike for
the first time.

All of a sudden you realize you are out there all by

yourself. No one is holding on to you. No one is there to catch you
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when you fall.

It is a sobering experience when you are all alone for

the first time.
It is the educational community’s responsibility to help others

start out in the profession.

All educators have been through it,

therefor, who would be better to nurture them into the profession?
The researcher’s interest

was sparked several years ago when

the researcher entered a new position in the middle of the year and
was confronted with the myriad of simple things that needed to be

The researcher never had to schedule subjects.

done.

should math be taught?
subject?

How long

How many grades were needed for each

It seemed to be overwhelming.

The researcher was a

veteran teacher with three years of experience, but at a different age

level.

Fortunately there were several teachers who pitched in and

They made it so comfortable it

helped even with the simple things.

was not difficult to ask questions.

teachers are

However, it appears many new

afraid to ask questions.

They want to look poised and

competent, but are really struggling inside.
The researcher has had two student teachers in the past four
They have come back to ask for assistance in their first year

years.

of teaching.

These teachers need constant reassurance, someone to

advise them,

someone to help locate materials, someone to help

them with planning and someone just to listen to their concerns.
The researcher became more interested in mentor programs
after taking a mentor training program through the University of

Dayton.

The need for an entry-year program became very clear.
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The program must

have certain guidelines, expectations, and an

understanding between participants.

The first year teacher must

feel comfortable with the mentor and not threatened by him/her.

It

must be evident to the beginner that the mentor is there to help in

any way needed:

whether it be in discipline, helping to plan

activities, helping locate materials, observing the classroom situation
to pinpoint problems or just to listen.
The first year teacher is expected to do so much in the first

week of school - to keep up with the paperwork as well as prepare

lessons and discipline the students.

Most first year teachers enter

with hours of experience in a classroom but have never had to take

the full responsibility.

Even if the first year teacher has substituted

frequently, the responsibilities are not the same.
Fairborn has an existing mentor program but it is more of a big
sister/big brother approach.

It does not have any guidelines or

expectations unless the mentor and entry-year teacher sit down and

make them.
There is also an approved mentor program that was

established in 1988 by a committee, consisting of teachers,
administrators, and central office personnel, but it apparently was

never put into operation.
It is the intention of this researcher to illustrate the need for a

specific detailed entry-year program for Fairborn School District.

5

The Purpose of the Study
The purpose of this study is to explore the history of Fairborn

City School’s mentor program and its conformance with the state of
Ohio standards.

This project will investigate the steps Fairborn City

Schools have taken in developing a mentor program.

It will

summarize the current program as well as look at the other program

that has specific guidelines and expectations but is not being
implemented.

The need for entry-year programs has been established in the
past several years by universities and the state board of education.
It is the purpose of the researcher to examine the programs

available, find out what is needed for a successful mentor program,
and examine the costs of such programs.
The Ohio State Board of Education has set certain guidelines
and procedures for an entry-year program for a reason. The

researcher feels Fairborn needs to reflect on the existing program,

not only for the benefit of the entry-level teacher, but to encourage
growth in veteran teachers.

Definitions

Entry-year Teacher-

a person entering the teaching
profession for the very first time,

First Year Teacher-

a person entering the teaching
profession for the very first time.
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Beginning Teacher-

a person entering the teaching

profession for the very first time.
Entry-Year Program-

a program designed to assist new

teachers develop the skill needed for
the first year of teaching.
Mentor Teacher-

a person assigned to a first year teacher
to give professional assistance and
support.

Approved Mentor Program- the program that Fairborn City Schools
have in place.

Current Program-

the program that Fairborn City Schools

have in place.

Limitations
There are limitations to this study.

suburban school in the state of Ohio.
representation of all suburban schools.

The study is limited to one

This study is not a

This project only investigates

one particular school system.

The entry-level teachers and mentor teachers who were
interviewed were from the Fairborn City School District and
represent this district only.
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CHAPTER n
LITERATURE REVIEW

The

beginning

teacher faces a number of problems.

These

unforeseen difficulties can create a great deal of stress to the
These problems are defined as environmental in nature to

beginner.

the teaching profession (Gordon, 1990 p.l).

Having been in different

classrooms, with different teachers, the entry-year teacher believes
he/she is prepared for his/her teaching

(Ryan, 1980 p. 5).

demands are much different when the class begins.

The

Full

responsibility is given to the entry-year teacher the first day (Hall,

1982 p.53).

We do not nurture them and give them more

responsibility as they feel more comfortable as in most professions.

The students are the teacher’s full responsibility from the very first

day.
There

appears to be six broad

consume the first year teacher.

environmental difficulties that

They include:

1)

inadequate instructional resources and materials

2)

difficult work assignments

3)

unclear expectations

4)

isolation

5) role conflict
6)

reality shock (Gordon, 1990 p.2).

Most teachers start out with very few materials.

don’t have a lot of resources to fall back on.

They usually

Some new positions are

created because of high enrollment and the beginning teacher is
lucky to have a desk for himself/ herself and enough chairs for their

8

pupils.

Part of the problem is that of other experienced teachers

hoarding materials from the teacher who was there previously,

leaving little behind for the first year teacher.

The lack of resources

can create quite a problem for the beginning teacher.

Returning teachers usually get first preference of courses,

which leaves the difficult and sometimes most time consuming
classes for the entry-year teachers.

On top of that new teachers are

usually targeted for extra-curricular activities that involve time and

energy with very little or no pay (Kurtz, 1983).

With the extra

added pressure, teacher’s anxiety is at a high and teacher
performance is at a low.
Another major concern for the entry level teacher is unclear

expectations.

In a study of first year teachers, done by Corcora

(1981) found that beginning teachers are in a “condition of not

knowing”.
accountable

Beginning teachers struggle to figure out who they are
to or for.

The community has expectations and goals for

the new teacher, and the new teacher desperately

wants to fit in.

Isolation is a problem all teachers feel, but beginning teachers
feel the isolation the most.

There is not enough time in the day to

discuss things with others.

Some teachers can go all day without

significant contact

with another teacher.

The first few weeks of

school, even veteran teachers struggle with tasks and don’t have
time to interact with colleagues.

The experienced teachers may offer

to help, but not have time to give the attention to the new teacher

(Ryan 1978, p. 44).
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Role conflict which complicates the new teacher’s life even
more, can exist in two forms, first the conflict between their ideal

teaching role and their actual teaching role and the other is their new

teaching role of an adult.
The expectations of a first-year teacher are usually extremely

high.

It is very frustrating to know what you want to do, and what

you are able to do are quite different.

For new teachers there is not

enough time in the day to grade papers, plan for the next day, work

on discipline problems, deal with parents and have a life of your
own.

Teachers have many different roles, that of a policeman, a

judge, a traffic officer, a supply sergeant, an official, a parent

substitute

and a prophet (Marshall, 1972 p. 321).

This is a great

deal for the new teacher to handle.
This leads to the final problem - reality shock.

as it states:

This is exactly

the reality of being in a classroom with thirty students

and dealing with all that goes with it.

There is no way to train a

person for what they may see or hear in a classroom, because every
classroom and every day is different.

The shock also depends on the

teacher and his/her past experiences.

They may find students are

hard to motivate.

They may have an abused child in their class.

They may find that they need to spend three to four hours a night to
keep up with the students work.

There are many problems that

arise during the first year of teaching that cannot be anticipated.
In reviewing these six environmental problems for beginning

teachers, the need for for a structured entry-year/mentor program
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becomes clear.

to sink or swim.

Entry-year teachers should not be put in a classroom

They need a structured program and a mentor with

whom they can also discuss daily problems.
The Ohio Board of Education (Administrative Code Rule 330122-02) states that an entry year program is “ a program of support

provided by a school district ... to meet the unique needs of an

individual in the first year of employment . . .”

Since the definition

leaves room for differences, there are many different entry-year

programs in the state of Ohio.

Dayton City Schools have a mentor program in existence.

There

is a program planning board consisting of an entry-year advisory

board central office personnel, supervisors, principals, the Dayton
Education Association, the entry-year teachers and a program

consultant from Wright State University.
In order to become a mentor in Dayton, the teacher must fill

out an application and be approved by the building principal and the
planning board.

It is recommended that the teacher have 3-5 years

of teaching experience in the district, work in the same building and
level or subject area as the entry-year teacher, and be working on an

advanced degree.

It is also recommended that the teacher

be of the

same sex as the entry-year teacher, 8-15 years older and have
similar teaching beliefs.

Personality and attitude also play a role in

the selection process.
There is an orientation for mentors in August.
in- service program to assist the mentor.

It is a two day

It deals with coaching

techniques, interpersonal skills, understanding adult development

as
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well as self-understanding measures and inventories.

During the

year, there are three joint seminars to help the mentor teacher and

the entry-year teacher.
The mentors are given a plaque and a one hundred dollar
stipend at the end of the school year for their hard work and

dedication to the program.
The mentor is also given release time, fourteen one half-days
for observation and conferences with the entry-year teacher.
Whenever possible the principal tries to give the beginning teacher
and mentor teacher the same planning time.

There

are also a series of seminars for the entry-year teacher,

and they are given release time for those as well as a two day

orientation at the beginning of the year to help them with roles and
expectations.

The guidelines to this entry-year program are clearly stated.

There are follow up procedures and seminars during the year to help
with problems that arise.
In Franklin County they expand their entry program even
further.

They include teachers who are new to the district, new to

the building, tackling a new subject matter or a new grade level.
(Zimpher, Riegeer, 1988).
“varying degrees of

In a study they conducted they observed

trauma” which they associated

to starting a new

setting no matter how many years of experience the teacher had.
Franklin County evaluates their program every year through a

needs assessment for the mentor teacher as well as a needs
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assessment for

beginning teachers.

These instruments help weigh

the effectiveness of the program each year.
Another county that has a well established entry-year
program is Butler County.

The county works together to enhance and

strengthen the experience, even though each district sets up their

own program.

They felt the multi-district approach would be

beneficial for several reasons:

1)

to ensure a quality program

2)

to allow for greater cost-effectiveness

3)

to provide continuity in the training process

4)

to promote a cooperative spirit between districts

The Butler County program consists of contracts written by the
entry-year teacher identifying how he/she will implement ideas

learned through the training.
by all participants.

Again a needs assessment is filled out

This is done in November so that follow up

sessions can be disigned appropriate to needs.

Obviously there are many different entry-year programs state
wide.

It depends on the district goals as well as financing as to what

extent the programs are implemented.
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CHAPTER III
METHODOLOGY

This project was conducted as a case study of the Fairborn City
School District entry-year program.

The intent was to explore the

history of the mentor program employing a variety of data collection

methods.
Initially the researcher wanted to design a mentor program for
the Fairborn City School District.

When investigating, the researcher

found documentation of a mentor program already in existence.
Since the researcher never observed this mentor program, the

researcher developed a plan to investigate the program.

First of all, the researcher received copies of the Ohio State
Board of Education Administration Code to read the guidelines of the

state entry-level program.

The researcher also obtained a copy of

the Fairborn City School Mentor Program from the central office.
After reading and comparing both programs, the researcher needed
to find information about the current entry-level program.

The current program seemed to be vague so the researcher

interviewed several building principals to find our how the program
was set up in their building.

Phone interviews were done with

central office personnel concerning the orientation meeting at the

beginning of the year.

At this point the researcher had a basic idea of the three
different mentor programs.

Then the researcher felt purposive

interviews were necessary with mentor teachers and first year

teachers.

Notes were kept on all interviews and conclusions were
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drawn from this information.

For example:

the researcher spoke to

a first year teacher at East Elementary asking her about her first
year experience and her mentor.

Another source for an interview

was a fifth grade teacher at Five Points Elementary that served as a
mentor this past school year (1991-92).
After compiling notes and drawing conclusions, the researcher

contacted, by phone, members of the entry-year program committee.

Questions were asked to clarify reasoning and conditions of the
approved mentor programs.

Members of the Fairborn Education

Association were also contacted for their input on the approved

mentor program.

Once again, handwritten notes were reviewed and

summarized.
For financial information, the researcher turned to central

office personnel to answer questions such as:

How many new

teacher’s has Fairborn City School had in the past four years?

How

much money do substitutes in Fairborn make a day?

The researcher then consulted with a University of Dayton

professor concerning costs of a mentor program.

The professor

explained the financial aspects of a mentor program and suggested

calling other local districts for input on the price of stipends.
After contacting other districts, a compilation of funds was

averaged to gain the approximate amount of money needed for
mentor teachers in the Fairborn City School District.
Conclusions were drawn from all written documentation and

organized in a matter that was most beneficial for the researcher.
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The personal interviews became an important part in determining

the success of the current mentor program.
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CHAPTER IV
FINDINGS

In this chapter the researcher will report the guidelines set up
by the state of Ohio for mentor programs according to the

administrative code.
be compared.

Fairborn City Schools two mentor programs will

The current operating program will be compared to

the approved program which is filed with the state.

State of Ohio Program Guidelines

The Ohio State Board of Education developed a program for
entry-year teachers effective July 1, 1987.

The organization of such

a program is delegated by the state to insure the best possible

program.

According to the state,

each person in their first year of

employment with a classroom teaching certificate must be involved
in an entry year program.

“program of support

This entry year program is defined as a

provided by a school district

pursuant to this

rule to meet the unique needs of an individual in the first year of
employment under a classroom teaching certificate.” (3301-22-02).

Certain steps must be followed in setting up such a program.
There must be a criteria for selecting mentors and currently
employed teachers must assist in the planning of such a program.

The program may vary from district to district but certain guidelines

must be met.
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The entry-year teacher must be assigned a mentor for one

school year.

There must be an orientation for the entry-year teacher

to consist of the following:

1)

the pupils and community to be served

2)

school policies, procedures and routines

3)

courses of study, competency based education programs

and responsibilities for lesson plans

4)

the layout and facilities of the assigned school building

5)

the nature of the entry-year program which will be

provided.

6)

additional information an entry person may need to be

adequately prepared for a specific assignment (3301-22-02).

Along with the orientation the entry-year

teacher shall be

provided with the following:
1)

Assistance in acquiring knowledge of the school curriculum,

responsibilities for implementing that curriculum and the

instructional resources available for implementation

2)

Assistance with management tasks identified as especially

difficult for entry year classroom teachers

3)

Assistance in the improvement of instruction skills and

classroom management (3301-22-02).
According to the state there will be ongoing assistance for

professional needs for both the entry-level teachers as will as the

mentor teacher.
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The mentor teacher must hold a classroom certificate
preferably the same as the entry year teacher.

They must also have

the knowledge skills, attitudes and values that are essential to an

effective mentor.

Training for mentors should also be included for

the understanding of their responsibilities in such a program.
Time is another major factor.

other is important.

Opportunity to consult with each

The state believes consultation time should be

allocated within the instructional day.

The program will be evaluated on a regular basis, every five
years with documentation of any revisions that have been made to

the program.

Fairborn’s Existing Program
At the beginning of the year,

there is an orientation meeting

for all new teachers to Fairborn’s district before the veteran teachers
arrive.

The new teachers are briefed and given the philosophy of the

Fairborn City School Educational system and introductions to central

office personnell.

This is the only specific meeting for new teachers

to be introduced to the policies and expectations of the community.
After the meeting they are required to go to their school and work in

their classroom.

Usually they receive the name of their big brother/ big sister
at this time.

The principal assigns a teacher with the same teaching

assignment, close to the new teacher’s room, generally on top of the

paperwork, and aware of the daily activities of the school.
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In the first couple of weeks, the principal usually calls in the
new teacher for an informal meeting to discuss progress and

concerns.

The big brother/big sister is not included in any such

meeting.

The big brother/big sister is not assigned any specific tasks

except to help the new teacher with difficulties or concerns.

The big

sister/big brother is not given any training for this procedure either.

The new teacher and big brother/big sister are left to their own

devices, leaving many things to chance.

Usually the new teacher

muddles through and some entry-year teachers ask for help when
really frustrated.

Sometimes the big brother/big sister

may foresee

difficulties and approach the entry year teacher, but there appears to
be some difficulty with communication.

In talking

to several first year teachers, it was apparent that

they received guidance from their big brother/big sister.

they also
profession.

However,

felt more could have been done to ease their way into the

In one instance, and entry year teacher was put in a

trailer, away from the rest of the school.

The big sister, in this case,

never had time, so there was very little mentoring.

Even though the initial orientation meeting for new teachers

covers a great deal for the beginning teachers, it is not enough.

First

year teachers need on-going support throughout their entry-year
experience.

The mentor teacher needs to guide the entry-year

teacher to prioritize work activites and reallocate time and energy

toward activities assigned the highest priority.

There must be a plan

and alternatives in order for the program to be successful for the

entry-level teacher.
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Fairborn City Schools’ Approved Program

The approved program appears to meet the state standards for

entry-year program.

The entry-level teacher must have a mentor

the entire school year, have fourteen

activity

with the mentor,

clock hours of districted

and district

admistrators, and include

classroom visits when necessary.

The mentor must have certain qualifications including:
1)

have at least five years of teaching experience

2)

have received excellent evaluations in the past

3)

have earned tenure

4)

hold a master’s degree (when possible)

5)

a history of enthusiasm for the profession

6)

be a good communicator

7)

have the came certificates entry-year teacher.

The mentor will be provided with an orientation about their
responsibilities

and training.

The mentor will be given an

opportunity to meet with the new teacher during the day and not as
an add on duty.

It is also clear that the mentor will not be an

evaluation, but and assistant and guide for the entry year teacher.
The information to be covered by the district and mentor

include the district policies, procedures, expectations and routines as

well as lesson plans, interventions, competencies, and remediation.
Included in this program is a year end review and evaluation of the
program.

The mentor is responsible for making sure the teacher has
planned for daily instruction, there is a variety of learning (teacher
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center and student centered) as well as time for reflection of
activities.

Additional Findings

After consulting the members of the mentor

program

committee, the researcher found that the committee agreed not to
put the program into action until the state mandated funds for an

entry-year program.

Since this appeared to be the foremost reason

for not implementing the approved program, the researcher

consulted several local school districts in the Dayton area and found

the average stipend given to a mentor teacher is $300.

In the past

four years Fairborn City Schools have had a total of 78 new teachers:

19 in 1988-1989
24 in 1989-1990
20 in 1990-1991

15 in 1991-1992
The average cost per year would be $8,892.

If each mentor received the $300 stipend, the cost of the

mentors for the past four years would have been:
$5,700 in 1988-1989
$7,200 in 1989-1990
$6,000 in 1990-1991
$4,500 in 1990-1991

for an average

of $5,850 a year.

According to a professor at a local university it would cost the
school district approximately $2,000 per year to train thirty mentor
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teachers.

Out of 394 certified employees in Fairborn City Schools it

would take only two years to develop a pool of mentors which would
consist of 15% of the the teaching staff.

Another financial consideration is that of release time for both

the mentor and entry-year teacher.

In most cases the release time is

eight days per term ( mentor/entry-year teacher).
gets paid $57

The substitute

a day so for eight days the total amount for

substitutes would be $456 per team.
For example, the total

cost for substitutes for an eight day

absence including mentors and entry-year teachers would have been

$8,664 in 1988-1989

$10,944 in 1989-1990

$9,120 in 1990-1991
$6,840 in 1991-1992
These figures are a realistic estimate of the cost of an effective

mentor program that would follow the state guidelines.

If Fairborn

City Schools would have had such a program in place it would have
cost the district

$16,364 in 1988-1989
$20,144 in 1989-1990
$17,120 in 1990-1991
$13,340 in 1991-1992
The estimated average cost for the mentor program would be

$16,742 a year.
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CHAPTER V

SUMMARY, CONCLUSION, RECOMMENDATIONS

Summary
Much is known about the difficulties of the entry-year teacher.

Educational communities have recognized that there are many

hurdles for the first-year teacher, and that the need for mentor

programs is justified.

In this study the researcher investigated two entry-year
programs in the Fairborn City School District.

The existing program

consists of the mentor and entry-year teacher introducing

themselves to each other.

program.

That is the only basic guideline of the

The mentor and entry-year teacher are not given any

expectations or training of their roles in this program.

Therefor,

much is left to chance in this program.
The approved mentor program appears to exist on paper only.
The mentor has guidelines to follow and there is record keeping and
consultation throughout the year.

The mentor is expected to go

through a training process to increase his/her educational

background to assist the entry-year teacher.

This program follows

state guidelines for an effective entry-year program.
According to members of the entry-year committee this

program is not in existence today, because the state has not
mandated funds for such a program.

It was agreed to, by the

committee, that the program would not become activated until funds
were mandated for this program.
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The researcher then estimates the cost of such a program for the

Fairborn City Schools, using the estimated costs of a program, the
substitute pay for Fairborn City Schools, and the numbers of new

teachers in the past four years.

The average cost per year for the

mentor program would be $16,742.

Conclusion
The researcher believes in order to create a positive work

environment for the first-year teacher an entry-year program is
imperative.

It is obvious that the entry-year programs vary from

district to district.

However the more successful programs are the

programs that have set guidelines and structure.

They include

orientation programs for both the entry level teacher and the
mentor.

There is a follow-up procedure with assessments as ongoing

program throughout the school year.

There is a determined amount

of time to be spent with the entry-year teacher on specific topics.
There is an understanding between the mentor and entry-year
teacher that promotes growth in both participants.

It leaves little to

chance by having such a structure.
Fairborn City Schools

implemented.

have such a program but it has not been

The researcher’s opinion is that opportunities are not

being taken advantage of.

The veteran teachers are left on their own

to conceptualize the mentor program.

It is the researcher's concern

that without mentor training entry-level teacher growth is limited.

The researcher also believes that by offering a mentor program the
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veteran teacher will be given an important opportunity to enhance
their education and be motivated and committed to such a program.

Recommendations
The researcher recommends that Fairborn City School District
review the existing program and move to the full implementation of

the Ohio State Board of Education standards for an entry-year
program.

Not just to comply with state standards but to insure

growth of veteran teachers and assist the beginning teacher in their
first year of teaching.

School districts seeking a mentor program should take full
advantage of the guidelines set by the Ohio State Board of Education.
The researcher believes that in using these guidelines will increase

the success of the entry-year program.
It is the hope of the researcher that the Fairborn City School
District will reflect on it’s two mentor programs.

Taking into

consideration, the state of Ohio’s standards, the financial costs, and

the education growth of veteran as well as entry-level teachers.

The

researcher also hopes the district will make the necessary changes to

implement a successful entry-year program in the near future.
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APPENDIX A

3301-22-02
(A)

(B)

ENTRY-YEAR STANDARD.'

DEFINITIONS.

(1)

"ENTRY-YEAR PROGRAM" MEANS A PROGRAM OF
SUPPORT PROVIDED BY A SCHOOL DISTRICT
PURSUANT TO THIS RULE TO MEET THE UNIQUE
NEEDS OF AN INDIVIDUAL IN THE FIRST YEAR OF
EMPLOYMENT UNDER A CLASSROOM TEACHING
CERTIFICATE OR AN EDUCATIONAL PERSONNEL
CERTIFICATE.

(2)

"MENTOR" MEANS A PERSON ASSIGNED TO PROVIDE
PROFESSIONAL SUPPORT TO AN INDIVIDUAL IN THE
FIRST YEAR OF EMPLOYMENT UNDER A CLASSROOM
TEACHING CERTIFICATE OR AN EDUCATIONAL
PERSONNEL CERTIFICATE.

REQUIREMENTS FOR AN ENTRY-YEAR PROGRAM FOR
CLASSROOM TEACHERS AND EDUCATIONAL PERSONNEL.
THE
ENTRY-YEAR PROGRAM SHALL BE IMPLEMENTED IN
ACCORDANCE WITH ADOPTED POLICIES WHICH ADDRESS
PARAGRAPHS (B)(1) TO (B)(3) OF THIS RULE.

(1)

ORGANIZATION.

(a)

A STATEMENT OF ASSURANCES. SIGNED BY THE
SUPERINTENDENT OF THE SCHOOL DISTRICT
AND FILED WITH THE OHIO DEPARTMENT OF
EDUCATION, SHALL INDICATE THAT THE
ENTRY-YEAR PROGRAM IS PROVIDED IN
ACCORDANCE WITH THIS RULE FOR EACH
PERSON IN THE FIRST YEAR OF EMPLOYMENT
UNDER A CLASSROOM TEACHING CERTIFICATE
OR AN EDUCATIONAL PERSONNEL CERTIFICATE.

(b)

A COOPERATIVE ENTRY-YEAR PROGRAM MAY BE
ESTABLISHED WITH OTHER SCHOOL DISTRICTS,
PROVIDED THE PROGRAM IS APPROVED BY THE
BOARD OF EDUCATION OF EACH PARTICIPATING
SCHOOL DISTRICT.

3301-22-02

(2)
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(c)

PROVISIONS SHALL BE MADE FOR THE
PARTICIPATION OF CURRENTLY EMPLOYED
EXPERIENCED TEACHERS IN THE PLANNING OF
COMPONENTS OF THE ENTRY-YEAR PROGRAM
WHICH DIRECTLY AFFECT ENTRY-YEAR
CLASSROOM TEACHERS.

(d)

PROVISIONS SHALL BE MADE FOR THE
PARTICIPATION OF CURRENTLY EMPLOYED
EXPERIENCED EDUCATIONAL PERSONNEL
IN THE PLANNING OF COMPONENTS OF THE
ENTRY-YEAR PROGRAM WHICH DIRECTLY AFFECT
ENTRY-YEAR PERSONS EMPLOYED UNDER
EDUCATIONAL PERSONNEL CERTIFICATES.

(e)

PROVISIONS MAY BE MAQE FOR THE PARTICI
PATION OF ONE OR MORE AGENCIES, CONSUL
TANTS, PROFESSIONAL ASSOCIATIONS, AND
TEACHER PREPARATION INSTITUTIONS IN THE
PLANNING, IMPLEMENTATION, AND EVALUATION
OF THE ENTRY-YEAR PROGRAM.

(f)

CRITERIA AND PROCEDURES FOR SELECTING
AND ASSIGNING MENTORS SHALL BE INCLUDED
IN THE PLAN FOR THE ENTRY-YEAR PROGRAM.

(g)

A DESCRIPTION OF THE ENTRY-YEAR PROGRAM
SHALL BE ON FILE AT THE OFFICE OF THE
SUPERINTENDENT OF THE SCHOOL DISTRICT.

(h)

AT LEAST ONE FULL-TIME EQUIVALENT MENTOR
SHALL BE ASSIGNED FOR EACH FOURTEEN
FULL-TIME EQUIVALENT FIRST-YEAR
INDIVIDUALS EMPLOYED UNDER A CLASSROOM
TEACHING CERTIFICATE OR AN EDUCATIONAL
PERSONNEL CERTIFICATE.

STRUCTURE.

(a)

EACH ENTRY-YEAR PERSON SHALT, BE ASSIGNED
A MENTOR FOR A PERIOD OF ONE SCHOOL
YEAR.

3301-22-02
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(b)

EACH ENTRY-YEAR PERSON SHALL BE GIVEN AN
INITIAL ORIENTATION ON THE FOLLOWING
MATTERS:
(i)

(ii)
(iii)

(iv)

(v)
(vi)

(c)

THE PUPILS AND COMMUNITY TO BE
SERVED;

SCHOOL POLICIES, PROCEDURES, AND
ROUTINES;
COURSES OF STUDY, COMPETENCY-BASED
EDUCATION PROGRAMS, AND
RESPONSIBILITIES FOR LESSON PLANS;

THE LAYOUT AND FACILITIES OF THE
ASSIGNED SCHOOL BUILDING OR
BUILDINGS;
THE NATURE OF THE ENTRY-YEAR
PROGRAM WHICH WILL BE PROVIDED;

AND

ADDITIONAL INFORMATION AN ENTRYYEAR PERSON MAY NEED TO BE
ADEQUATELY PREPARED FOR A SPECIFIC
ASSIGNMENT.

EACH ENTRY-YEAR CLASSROOM TEACHER SHALL
BE PROVIDED WITH THE FOLLOWING:

(i)

(ii)

ASSISTANCE IN ACQUIRING KNOWLEDGE
OF THE SCHOOL CURRICULUM,
RESPONSIBILITIES FOR. IMPLEMENTING
THAT CURRICULUM, AND THE
INSTRUCTIONAL RESOURCES AVAILABLE
FOR SUCH IMPLEMENTATION;
ASSISTANCE WITH MANAGEMENT TASKS
IDENTIFIED AS ESPECIALLY DIFFICULT

3301-22-02
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FOR ENTRY-YEAR CLASSROOM TEACHERS;
AND

(iii)

ASSISTANCE IN THE IMPROVEMENT OF
INSTRUCTIONAL SKILLS AND CLASSROOM
MANAGEMENT.

(d)

EDUCATIONAL PERSONNEL SHALL BE PROVIDED
ONGOING ASSISTANCE, WITH SUCH ASSISTANCE
DIFFERENTIATED TO PROVIDE FOR
PROFESSIONAL NEEDS RELATED TO THE
SPECIFIC ASSIGNMENT.

(e)

A MENTOR ASSIGNED TO AN ENTRY-YEAR
CLASSROOM TEACHER OR TEACHERS SHALL BE
EMPLOYED UNDER A CLASSROOM TEACHING
CERTIFICATE, UNLESS OTHERWISE AGREED TO
BY THE ENTRY-YEAR CLASSROOM TEACHER OR
TEACHERS.

(f)

A MENTOR ASSIGNED TO AN ENTRY-YEAR
PERSON OR PERSONS EMPLOYED UNDER A
SPECIFIC EDUCATIONAL PERSONNEL
CERTIFICATE SHALL HOLD A SIMILAR
EDUCATIONAL PERSONNEL CERTIFICATE,
UNLESS OTHERWISE AGREED TO BY THE ENTRYYEAR PERSON OR PERSONS.

(g)

MENTORS SHALL POSSESS THE FOLLOWING
ELIGIBILITY REQUIREMENTS:

(i)

EXPERIENCE AND CERTIFICATION
APPROPRIATE TO THE ASSIGNMENT OF
THE ENTRY-YEAR PERSON OR PERSONS;
AND

(ii)

KNOWLEDGE, SKILLS, ATTITUDES, AND
VALUES DEEMED ESSENTIAL FOR
BECOMING AN EFFECTIVE MENTOR.

5

3301-22-02
(h)

MENTORS SHALL BE PROVIDED WITH THE
FOLLOWING:

(i)

(ii)

(iii)

(3)

(4)

AN ORIENTATION TO MENTORING
RESPONSIBILITIES;
TRAINING IN KNOWLEDGE AND SKILLS
NECESSARY TO PERFORM MENTORING
RESPONSIBILITIES; AND

OPPORTUNITIES TO CONSULT WITH AND
OTHERWISE ASSIST THE ASSIGNED
ENTRY-YEAR PERSON OR PERSONS ON A
REGULAR BASIS, WITH ADEQUATE TIME
WITHIN THE INSTRUCTIONAL DAY
ALLOCATED FOR SUCH CONSULTATION AND
ASSISTANCE.

EVALUATION AND REVISION.
(a)

THE SCHOOL DISTRICT SHALL EVALUATE THE
ENTRY-YEAR PROGRAM AT LEAST EVERY FIVE
YEARS.
PROGRAM ADMINISTRATORS, MENTORS,
AND ENTRY-YEAR PERSONS SHALL BE INVOLVED
IN THE EVALUATION.

(b)

PROGRAM REVISIONS SHALL BE DOCUMENTED
THROUGH THE ATTACHMENT OF AN ADDENDUM TO
THE ORIGINAL PROGRAM PLAN OR THROUGH THE
CREATION OF A NEW PROGRAM PLAN.

STATE EVALUATION.
AN ON-SITE EVALUATION OF
THE ENTRY-YEAR PROGRAM SHALL BE CONDUCTED
ONCE EVERY FIVE YEARS BY THE OHIO DEPARTMENT
OF EDUCATION TO DETERMINE COMPLIANCE WITH
THIS RULE.

APPENDIX B

Fairborn City Schools' Entry-Year Program - Teacher
The primary purpose of the entry-year program is to provide a support
system for teachers, or other educational personnel, working in a certification area
for the first time. The support is delivered by a mentoring process involving
experienced and high-quality classroom instructors, or other educational
personnel, as the mentors. The program can also serve to expand the information
entry-year teachers/educational personnel received during their college
training, as well as to help insure a proper return on the investment made by
the local Board.

Since teachers/educational personnel generally work in situations which
basically isolate them from one another, this mentor support may be critical in
keeping the entry-year teachers/educational personnel in the educational
profession. A vital opportunity exists for the mentor to allay anxieties and
pass on proven techniques which can ensure success in classroom management,
instructional activities, supervision, counseling, and administration. The
ultimate beneficiaries of this program are the students with whom the staff
members in each category come in contact.
A.

Entry-Year Program Procedures

1.

The entry-year teacher/mentor program shall apply to all entry-year
teachers.

2.

The entry-year program shall consist of 14 clock hours of directed
activity with the mentor and district-wide administration.

3.

The entry-year program has had input from currently employed experienced
teachers.

4.

Mentor selection procedures have been included in the program.

5.

The entry-year teachers shall be assigned a mentor for one school year.

6.

Classroom mentors shall hold a classroom certificate, unless otherwise
agreed to by the entry-year teacher.

7.

Assignment of mentors shall be made by each building principal in
consultation with the mentor, entry-year teacher, and appropriate
administrative assistant.

8.

Recordkeeping/program oversight shall be the responsibility of each
building principal, with support from the appropriate administrative
assistant.

9.

Mentors shall, as much as possible, hold a job-alike assignment com
parable to the assignment of the entry-year teacher.

10.

There may be occasions where classroom visits between mentor and entryyear teacher may be appropriate.
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B.

11.

In-service training for mentors shall be the responsibility of the
Fairborn City Schools' administrative staff.

12.

Stipends shall be paid to mentors based on the amount and availability
of funds from the State of Ohio.

13.

Time for the mentoring process may be provided during preparation
periods, during other common time available within the workday, re
leased time mentors, or through occasional released time as approved by
the building principal.

14.

The entire mentor/entry-year program shall be evaluated every five (5)
years by the local district.

15.

The entire mentor/entry-year program shall be evaluated by the Ohio
Department of Education on the five (5) year, on-site, evaluation cycle.

16.

The entry-year/mentor program log shall be filed, upon completion, in
the entry-year teacher's personnel file.

17.

The mentor in the entry-year program does not play a role in performance
evaluation.

18.

Management of the entire entry-year program, in keeping with rule
3301-22-02, is the responsibility of the district administration.

Mentor Selection Procedures

1.

The mentor shall have at least five (5) years of successful teaching
experience.

2.

The mentor shall have received excellent evaluations on their past
instructional performance.

3.

The mentor shall have earned tenure, where possible, in the district.

4.

The mentor shall hold a master's degree, where possible, in education.

5.

The mentor shall have demonstrated a history of enthusiasm for the
profession, and an obvious ability to communicate to others.

6.

The mentor's certification shall be appropriate to that of the entryyear teacher.

7.

The mentor shall possess the knowledge, skills, attitudes, and values
deemed essential to be an effective mentor.

8.

Mentors shall be selected from those instructors who have demonstrated
ability to complete tasks.
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C.

D.

Mentor Training and Duties

1.

Mentors shall be provided an orientation on their responsibilities.

2.

Mentors shall be provided training in knowledge and skills necessary to
perform mentoring responsibilities.

3.

Mentors shall be provided an opportunity to meet with entry-year teacher
during the instructional day; not an "add on" duty.

4.

The primary task is to assist and guide the entry-year teacher.

Topical Information
1.

2.

(To be covered bv district administration.)

a.

Pre-school new teacher orientation - two half days - six hours district policies, procedures, expectations, and individual
building operating procedures, policies, and routines.

b.

Discussion/review of curriculum (guides, lesson plans, intervention,
competency, remediation) - two hours - early in first grading
period.

c.

Year-end review - one hour.

(To be covered bv mentor/entry-year teacher.)
a.

The teacher has planned properly for the day's instruction.

b.

The teacher's presentation to students when the instruction is
teacher-centered indicates proper use of lecture techniques and
active learning by students.

c.

When the instruction moves from "teacher-centered" to instructional
activities or when the instruction is instructional activities, the
student is an active participant in the learning experience.

d.

The teacher shows the ability to properly assess the success of the
instruction during the class period and after instruction.

e.

There is appropriate student behavior.

f.

There is performance of non-instructional duties.

Note:

Items 2a-2f shall be the focal point of mentor and entry-year
teacher for a minimum of 5 hours. Total program length to be a
minimum of 14 hours.
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E.

Year: _________________ .

List of Entrv-Year Teachers

Building

Name

4

Sub.iect/Grade

F.

Year:

Mentor/Entry-Year Teacher List

Entry Teacher

Mentor

5

Building

G.

Entry-Year/Mentor Program Log

-

Fairborn City Schools

(To Personnel File)

Entry-Year Person: ______________________

Mentor: ______________________

Building: _____________

Year: _________

Pri nci pal: ______________________________

Total Hours: ___________

Date: _________ Time: _________

Date: _________ Time: _________

Topic:

Topic:

Comments: (Mentor/Entry-Year Person)

Comments: (Mentor/Entry-Year Person)

Date: _________ Time: _________

Date: _________ Time: _________

Topic:

Topic:

Comments: (Mentor/Entry-Year Person)
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Comments: (Mentor/Entry-Year Person)

Date:

Date: _________ Time: __________

Time: _________

Topic:

Topic:
Comments: (Mentor/Entry-Year Person)

Date: __

Date: _________ Time: _________

Time: _________

Topic:

Topic:
Comments: (Mentor/Entry-Year Person)

Date: __

Comments: (Mentor/Entry-Year Person)

Comments: (Mentor/Entry-Year Person)

Date: _________ Time: _________

Time: _________

Topic:

Topic:

Comments: (Mentor/Entry-Year Person)
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Comments: (Mentor/Entry-Year Person)

H.

Entry-Year Program Evaluation

-

By Entry-Year Teacher

Please respond by circling the appropriate number.

1.
2.
3.

Needs Improvement
Satisfactory
Excellent

1

2

3

(A)

District portion of new teacher orientation
day

1

2

3

(B)

Building level portion of new teacher
orientation day

1

2

3

(C)

Consultation meetings required between mentor
and entry-year teacher

1

2

3

(D)

District meetings for entry-year teacher during
the school year

1

2

3

(E)

Assistance from the mentor

1

2

3

(F)

Impact of program on entry-year teacher's
knowledge, skills, and performance

Comments:

(Suggestions for improvement in the above areas.)

Signature (optional)
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I.

Entry-Year Program Evaluation

-

By Mentor Teacher

Please respond by circling the appropriate number.
1.
2.
3.

Needs Improvement
Satisfactory
Excellent

1

2

3

(A)

Mentor teacher orientation program

1

2

3

(B)

Building level portion of new teacher
orientation day

1

2

3

(C)

Consultation meetings required between mentor
and entry-year teacher

1

2

3

(D)

Assistance in mentor role received from
district administration

1

2

3

(E)

Impact of program on entry-year teacher's
knowledge, skills, and performance

Comments:

(Suggestions for improvement in the above areas.)

Signature (optional)
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J.

Entry-Year Program Evaluation

-

by Administrator

Please respond by circling the appropriate number.

1.
2.
3.

Needs Improvement
Satisfactory
Excellent

1

2

3

(A)

Preparation of mentor by district personnel

1

2

3

(B)

Building level portion of new teacher
orientation day

1

2

3

(C)

Consultation meetings required between mentor
and entry-year teacher

1

2

3

(D)

Impact of program on entry-year teacher's
knowledge, skills, and performance

Comments:

(Suggestions for improvement in the above areas.)

Signature (Optional
10

Assurance Statement
The Entry-Year Program for the Fairborn City Schools has been

developed through the cooperative efforts of the instructional and
and administrative staff.

Said program will be provided in accordance

with rule 3301-22-02 for the Entry-Year Program.

Date: ___________

Superintendent's Signature
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